This study investigates the association between employee dissent and turnover intention, and the moderating role of organizationbased self-esteem on this relationship. A survey questionnaire was prepared and distributed by the researchers, with a sample of 211 white-collar employees in Turkey participating. The results point to employee constructive upward dissent, questioning upward dissent, and latent dissent explaining the variance in turnover intention. In addition, partial support was found for the moderating influence of organization-based self-esteem on the relationship between employee dissent and turnover intention.
Introduction
Employee (or organizational) dissent can be defined as "the expression of disagreements and contradictory opinions that result from the experience of feeling apart from one's organization" (Kassing, 1997, p. 311) . Employees' upward communication to organizational leaders about problems and issues may have significant influence on an organization's performance and even threaten its survival (Morrison, 2011) . However, employees frequently choose to remain silent about crucial issues (Tangirala and Ramanujam, 2008) and hence, investigating employee dissent further would prove beneficial.
Extant studies have elicited that employee dissent is related to a variety of critical employee outcomes, such as: employee commitment, burnout, organizational identification, employee satisfaction, and work engagement (Kassing 1998; Kassing, 2000a; Avtgis et al., 2007; Kassing et al., 2012) . Kassing et al.'s (2012) study examined how employees' dissent expression is related to their self-reports of turnover intention, finding that employee lateral and displaced dissent expression is associated with intention to leave. Moreover, Avtgis et al. (2007) discovered that when employees speak up in the workplace to change dissatisfying conditions effectively, this involves proactive and motivated behavior on the part of the dissenter. Based on these revelations, in this current study we propose that employee dissent expression may serve as a signal of employee turnover intention and hence, our purpose is to examine the association between these two factors. The moderating role of organization-based self-esteem on this relationship will also be investigated.
Theoretical Framework

Employee Dissent
Employee dissent is defined as "employee feedback that questions current organizational policy and/or practices" (Garner, 2012, p. 226) . When organizations do not want to hear employees' opinions, employee dissent to organizational managers may be muted. However, dissent always exists in organizations to some degree (Kassing, 1997) . Employee dissent expressions relate only to dissatisfaction with managerial imperatives and they pertain to policies and practices directly or indirectly supported by the supervisor or organizational management. It does not include complaints about customers, competitors, or other dissatisfaction because managers may already agree on these concerns (Garner, 2012) . Kassing et al. (2012, p. 238) pointed out that "employees determine if, when and how to express dissent by relying on a complex set of filters that take into account individual, relational, and organizational factors". Individual influences involve tendencies and expectations people import from outside of their organizations, in addition to how they behave in organizations (Kassing, 1997) . They include employee satisfaction and commitment (Kassing, 1998) , ethical ideology (Valentine et al., 2001) , employee burnout syndrome (Avtgis et al., 2007) , work engagement, and intention to leave (Kassing et al., 2012) . Relational influences refer to the types and quality of relationships people have in organizations (Kassing, 1997) . For instance, Kassing's (2000b) study investigated how subordinates' perceptions of superior-subordinate relationship quality (LMX) are associated with their dissent strategy selection. The findings revealed that subordinates who perceived themselves as having high-quality relationships with their supervisors significantly articulated more dissent than those with low quality relationships, with the latter engaging in significantly more latent dissent. Organizational influences, being about how people relate to and perceive organizations (Kassing, 1997) , include employees' perceptions of justice (Kassing and MacDowell, 2008) , corporate ethical values (Valentine et al., 2001) , and the organizational climate (Cenkci and Ötken, 2012) . Kassing (1997) indicated that employees may use articulated, latent, and displaced dissent strategies to express dissent. Articulated (or upward) dissent means expressing concerns directly and openly to management, supervisors, and corporate officers (Kassing, 1998; Kassing and MacDowell, 2008) . Latent (or lateral) dissent refers to complaining to coworkers and sharing criticism openly in organizations (Kassing, 1998; Kassing and MacDowell, 2008) , whilst, displaced dissent involves expressing dissent to external audiences, such as: non-work friends, spouses/partners, and family members (Kassing, 1997; Kassing 1998 ). In this current study, we examine whether employee dissent might serve as a signal of employee turnover intention.
Turnover Intention
Turnover intention is a concept that has attracted considerable interest from both practitioners and researchers, being defined as "a conscious and deliberate willfulness to leave the organization" (Tett and Meyer, 1993, p. 262) . According to DeTienne et al. (2012, p. 380) , "turnover intention is simply whether an employee has the objective of self-terminating his or her employment". Carmeli and Weisberg's (2006, p. 193 ) study identified three elements in the withdrawal cognition process of turnover intentions: "thoughts of quitting, the intention to search for another job elsewhere, and the intention to quit". Many scholars have claimed that employee turnover intention is a good predictor of actual turnover (such as Shore et al., 1990; Griffeth et al., 2000; Lambert et al., 2001) .
Retaining organizational human capital is a critical issue for organizations and consequently, employee retention is frequently cited as one of the most important problems for employers (Boswell et al., 2008) . In order to reduce costs, keep key employees, and decrease turnover rates, managers need to understand the factors that drive quitting behavior (Dinger et al., 2011) . Related with these issues, numerous studies (such as Tzeng, 2002; Firth et al., 2004; Calisir et al., 2011; Kassing et al., 2012) have investigated the antecedents of employee turnover intention. As indicated earlier, Kassing et al.'s (2012) study found that lateral and displaced dissent expression is related to intention to leave. These authors concluded that monitoring organizational dissent may inform organizational leaders about how engaged the employees are and how likely they are to remain in the company (ibid).
Moreover, Kassing's (1998) research discovered links between employee commitment and dissent, whereby articulated dissent correlated positively with employee commitment, latent dissent correlated negatively with employee commitment, and likewise for displaced dissent. Furthermore, Avtgis et al.'s (2007) study on 209 employees, which examined the influence of employee burnout syndrome on organizational dissent, elicited that employees with high levels of emotional exhaustion, feelings of failure, and isolation from coworkers demonstrated low levels of articulated dissent as well as avoidance of latent dissent.
Based on these earlier findings, we propose in this current study that employee dissent is related to turnover intention and thus, put forward the following hypothesis:
Hypothesis 1: There is a relationship between employee dissent and turnover intention.
Organization-Based Self-Esteem
Organization-based self-esteem (OBSE) can be defined as "the feelings of worth or value employees feel within their workplace" (Payne, 2007, p. 237) . It has also been termed as the extent to which employees believe that they can satisfy their needs by participating in roles within the organization (Pierce et al., 1993) . That is, OBSE reflects employees' self-perception about their "importance, meaningfulness, effectiveness, competence, and worthiness within their organization" (Chan et al., 2013, p. 111) . This organizational worth is based on the history of their organizational, interpersonal, and systemic experiences (Pierce et al., 1989) . Employees with high OBSE see themselves as meaningful, effectual, and worthwhile in the organizations they work for (Pierce et al., 1989) . However, those with a low level have higher reactivity to external conditions and passivity to changing them (Ganster and Shaubroeck, 1991; Pierce et al., 1993) . Pierce and Gardner (2004, p. 607) pointed out that previous research has found negative associations between employee organization-based self-esteem and thinking of quitting, turnover intentions as well as with turnover. The authors added that it seems that employees who believe that they are important and organizationally competent do not think about quitting their jobs or actually do so with the same frequency as those who perceive that they are not an "important part of this place." (Pierce and Gardner, 2004) .
Moreover, Payne's (2007) research on 179 employees examined the relationship between OBSE and organizational dissent, finding that those with high levels used articulated dissent more compared with those with low and moderate OBSE. In addition, this author discovered that employees with low OBSE used latent dissent more than those with high levels, but no more than employees with moderate ones. Payne (2007) also elicited that employees with low OBSE feel that that they are not valued at their workplace and this feeling affects their communication on the job. Furthermore, in Hui and Lee's (2000) study, it emerged that employees with low OBSE showed lower organizational commitment and higher absenteeism compared to those with higher levels. Moreover, OBSE has been considered as a moderator in different studies on employee outcomes (such as Pierce et al., 1989; Hui and Lee, 2000; Tsai and Chang, 2012) . Drawing on the above discussion, in this current study we propose that organization-based self-esteem moderates the association between employee dissent and turnover intention. Accordingly, we construct the following hypothesis:
Hypothesis 2: Organization-based self-esteem moderates the relationship between employee dissent and turnover intention.
Methodology
In this research, convenience sampling was used, with paper questionnaires being distributed to white-collar employees in organizations in the Istanbul and Izmir cities of Turkey. The participants were employed by a variety of organizations in different industries, namely, information technology (IT), manufacturing, education, and healthcare. They voluntarily filled in the survey instrument and a total of 217 questionnaires were collected, six of which were excluded from the research because they were incomplete, hence 211 questionnaires were included in the analysis. Kassing's (1998) Organizational Dissent Scale (ODS) was used to measure employee dissent, which is a 20-item scale consisting of three dimensions measuring articulated/upward dissent, displaced dissent and latent/lateral dissent. To measure turnover intention, Colarelli's (1984) intention to quit scale was chosen and in addition, Pierce et al.'s (1989) organization-based self-esteem instrument was used.
The survey questionnaire was prepared in Turkish and Kassing's (1998) Organizational Dissent Scale had already been translated into this language for Cenkci and Ötken's (2012) earlier research. The Turkish translation of Colarelli's (1984) intention to quit scale was available from Cenkci's (2013) research. Pierce et al.'s (1989) organization-based self-esteem scale was translated into Turkish by the researchers specifically for this work and Erden's (2011) study was used as a resource in this process. This instrument was reverse translated to check the validity of the translation and in addition, two bilingual academicians checked the translation, which was subsequently corrected to improve its comprehensiveness.
The participants entered their answers on a 6-item interval scale ranging from "completely disagree = 1" to "completely agree = 6". In addition, they were asked several demographic questions, namely, gender, age, highest level of education obtained, marital status, tenure in the company (in years) and job experience (in years).
Analyses and Results
The collected data were tested using the SPSS program. 34.6 % of the participants were women and 64.5 % men (some of the participants had missing answers in the demographic questions). Their mean age was 32.255 years, 40.3 % of the participants were married and 58.3 % of the participants were single. 1.9 % had a high school degree, 63.0 % were university graduates, 30.8 % had a masters degree, and 2.8 % had a PhD. Finally, they had an average of 9.547 years job experience, and 5.014 years of current job tenure.
Factor and reliability analysis were conducted on the survey data, with the former involving the use of varimax rotated principal components. Table 1 lists the results of the factor analysis for the employee dissent scale, regarding which four factors were found: constructive upward dissent, questioning upward dissent, displaced dissent, and latent dissent. Despite Kassing's (1998) Organizational Dissent Scale having three dimensions, in this study four dimensions have been found. However, similar to this current research, Ötken and Cenkci's (2013) study examining the relationship between organizational dissent and the Big Five personality model has found the same factor dimensions for organizational dissent. Table 2 shows the results of the factor analysis for the organization-based self-esteem scale. Two factors were found for this: organization-based self-respect and organization-based self-confidence. These factors were named according interpretation of their items and Branden's (1969) work, which indicated that self-esteem is the integrated sum of self-respect and self-confidence. While Pierce et al.'s (1989) organization-based self-esteem scale consists of one dimension, in this current study two dimensions were found. However, this finding is similar to the results of Uçar's (2009) research in the Turkish context. That is, using Pierce et al.'s (1989) organization-based self-esteem scale, Uçar's (2009) research indicated the same two dimensions for this factor. Factor analysis was not conducted for the turnover intention scale because this instrument consists of only three items. The mean value of this scale is 2.401. Table 3 shows the reliabilities of the study factors and their intercorrelations. Table 4 shows the results for the regression analysis between employee dissent and turnover intention. They display that constructive upward dissent (β= -.305), questioning upward dissent (β= .331), and latent dissent (β= .249) explain the variance in turnover intention. However, displaced dissent is non-significant and thus, we can say that the first hypothesis is partially supported. Hierarchical regression analyses were constructed to test hypothesis two. The moderator and independent variables were centered (by subtracting the mean from each score), as suggested by Aiken and West (1991) , to reduce multicollinearity. The standardized scores of the variables were used in the analyses. Table 5 lists the results of the hierarchical regression analyses. For the further analysis of these moderation effects, the significant interactions were plotted. Figure 1 shows the interaction of constructive upward dissent and organization-based self-confidence on intention to quit. The figure indicates that for employees with low organization-based self-confidence, there was an increase in intention to quit when constructive upward dissent strategy was utilized. For employees with high organization-based self-confidence, there was a decrease in intention to quit when constructive upward dissent strategy was utilized. Figure 2 shows the interaction of questioning upward dissent and organization-based self-respect on turnover intention. These interactions indicate that organization-based self-respect moderated the relationship between questioning upward dissent and turnover intention such that this relationship was more positive when organizationbased self-respect was lower rather than when it was higher. In conclusion, it was found that organization-based self-respect moderated the relationship between questioning upward dissent and turnover intention. In addition, organization-based self-confidence moderated the relationship between constructive upward dissent and turnover intention. The moderating effect of two organization-based selfesteem factors on the relationship between four factors of employee dissent and turnover intention was not supported for other factors. Considering the results of the moderation analysis, we can say that the second hypothesis is partially supported.
Discussion and Conclusion
This present study was conducted to examine the relationship between employee dissent and turnover intention as well as the moderating influence of organization-based self-esteem on this relationship. It emerged that employee dissent expression is an indicator of turnover intention. Specifically, the results indicated that employee constructive upward dissent, questioning upward dissent, and latent dissent explained the variance in turnover intention. The constructive upward dissent and employee intention to quit association was negative, while the other associations were positive. The outcomes imply that employees who express their constructive feedback to managerial audiences are more likely to remain in the organization. Consequently, the findings underline the importance of encouraging constructive employee input arrangements.
On the other hand, the results infer that employee questioning upward dissent aimed at challenging organizational management and practices, without the purpose of providing constructive feedback, is positively related to turnover intention. This was not expected and it might be implied on that these employees consider leaving their organizations and openly direct their questioning organizational dissent to managerial audiences.
Moreover, it was found that latent dissent (dissent directed to coworkers) explained the variance in employee intention to leave, which is in line with the extant literature on employee dissent. That is, previous studies have shown that latent dissent is related to lower employee satisfaction, organizational commitment and identification (Kassing, 1998; 2000a) . In addition, as stated earlier, Kassing et al.'s (2012) research on employee dissent and intention to quit elicited that employees' lateral and displaced dissent expression is related to intention to leave. However, there are differences in the results between Kassing et al.'s (2012) research and this current study, which could be related to various factors, including cultural or organizational ones. The difference in the outcomes could be investigated in future studies.
Furthermore, this research determined that organization-based self-confidence (OBSC) moderates the relationship between constructive upward dissent and intention to quit. This factor includes items such as "I am helpful around here", "I am cooperative around here", and "I am efficient around here". Employees with this orientation use a constructive upward dissent strategy with the aim of correcting inefficiencies or providing improvements in their organizations. As such, the study outcomes indicate that for employees who use such a dissent expression strategy, the feeling of OBSC (based on items such as being helpful, cooperative, and efficient in their organizations) can have a moderating influence on their turnover intention.
Moreover, the findings infer that organization-based self-respect (OBSR) moderates the relationship between questioning upward dissent and turnover intention. This factor includes items, such as "I am taken seriously around here", "I count around here", and "I am an important part of this place". Employees of this ilk use a questioning upward dissent strategy to question management, workplace policies or practices. For them, the feeling of OBSR (based on items such as the feeling of being taken seriously or being an important member of the organization) may have a moderating influence on their turnover intention. Overall, these findings underline the importance of increasing employee feelings of organization-based self-respect and self-confidence to decrease intention to quit.
As indicated earlier, employee retention is a critical issue for organizations and hence, we have proposed that managers should monitor employee dissent as an indicator of how likely the employees are to stay in the organization. The outcomes of this study could be used by managers and human resource professionals to understand the employee dissent concept better and thus improve upon any efforts to decrease employee intention to quit.
This study contributes to the literature in several ways. Firstly, there has been limited research that has examined organizational dissent in non-US settings and this particularly so in the Turkish context. In addition, to our knowledge, this research is the first to investigate the employee dissent, turnover intention, and organization-based self-esteem concepts in a single study. In sum, the results of this research add to our understanding of the study constructs, especially in the under-studied Turkish context.
There are some limitations of this work. First of all, all the variables were gathered through self-report surveys. Moreover, the data were obtained through convenience sampling. Further, the survey questionnaire was only distributed to the Istanbul and Izmir cities of Turkey and this may limit the generalizability of the results to the nation as a whole. In addition, in this research the organizational dissent items loaded on four dimensions, which differed from the three dimensions offered by Kassing's (1998) Organizational Dissent Scale (ODS). Furthermore, despite Pierce et al.'s (1989) organization-based self-esteem instrument having one dimension, in this research two dimensions for this were found.
Future studies on this subject could take into account additional variables (such as leadership style or employee personality) and using bigger samples would be beneficial. Finally, the differences in results between managerial and non-managerial employees also needs to be examined.
